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The National Association of Secondary School 
Principals surveyed school districts throughout the United States to 
determine the details of merit pay programs offered to secondary 
school administrators. . The ERIC Clearinghouse on Education Management 
compiled and analyzed the results of the survey. Eight basic types of 
programs are identified and described. Most programs involve a fixed 
salary schedule to which increments can be added for merit. Data from 
the survey also indicate five evaluation procediires and three sources 
of recommendations for salary increases on the basis of merit. .Data 
are also compiled system-by- system as reported by the responding 
school districts. The report and its accompanying tables detail the 
results of the survey and offer examples of the eight types of 
programs but make no recommendations of specific merit pay programs. . 
(Author) 
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The Kducatioiial Resources Inlormation Center (ERIC) is a national information system 
operated by the National Instttutc of Education. ERIC serves educators by disseminating; 
educational research results and other resource information that can be used in developing 
more effective educational programs. 

The ERIC Clearinghouse on Educational Management, one of several clearinghouses in the 
system, waK established at the University of Oregon in 1966. The Clearinghouse and its com- 
panion units process research reports and journal articles for announcement in ERIC's index 
and abstract bulletins. 

Resides processing documents and journal articles, the Clearinghouse has another major 
luncl ion -information analysis and synthesis. l*he Clearinghouse prepares bibliographies, 
lilcratme reviews, state-ol-the-knowledge papers, and other interpretive research studies on 
topics in its educational area. 



Vr'ior lo ion, the manuscript was submitted to the National A.ssociati()n of Secondary School Princi 

pals for critical review and determination of professional competence. This publication has met suc h stand- 
ards. Points of view or opinions, however, do not necessarily represent the c^fficial view or opinions < < t he- 
National Association of Secondary School Principals. 



FOREWORD 



During ihc past several years this Clearinghouse has issued in a variety ol formals numerous 
pubiications that review and analyze literature on topics in educational management. With the 
exception of the state-ol'-the-knowledge series, none of these publications has gone beyond the 
literature to describe and assess the current state of educational practice. 

There are reasons for this emphasis on the analysis of knowledge in print. ERIC's medium is 
literature. As a component of that system, the Clearinghouse depends on ERIC's information 
file. Also, th'J Clearinghouse at this time has no means to collect data directly from educational 
practitioners. Thus, although the Clearinghouse has seen the need for descriptions of educational 
practice, lor practical reasons it has been unable to meet that need. 

Therefore, when an opportunity arose to cooperate with the National Association of Secondary 
School Principals in the compilation of this survey of practices on merit pay for administrators, 
the Clearinghouse eagerly responded. 

During the 1971-72 school year NASSP received many inquiries concerning merit salary pro- 
visions offered to secondary school administrators. Three types of questions were frequently raised: 

(a) Where are administrative merit salary provisions being used? 

(b) How are these merit schedules being constructed? 

(c) Are there any significant trends that can be identified in the review of merit salary 
approaches? 

To provide answers to these questions NASSP decided to collect available information on merit 
pay plans throughout the country. The Clearinghouse agreed to analyze the data and compile 
them into a report for publication. 

NASSP designated a data collection person in each state during the summer of 1972. During 
the fall, these contacts sent to NASSP merit salary information they collected from institutions 
within their respective states. Responses were sparse. However, sixty replies were forwarded to the 
Clearinghouse for compilation and analysis. This special report contains the results. 

The purpose of the report is informational. It provides an initial cross-section view of merit pay 
for administrators. By design, neither the Clearinghouse nor NASSP has taken a position on merit 
salary plans for administrators. That responsibility lies with each administrator. 

NASSP would still like to receive data on other merit salary plans. If your district has developed 
a merit salary approach for administrators, please send a copy of the plan to NASSP. Corref:pond- 
ence should be directed to the Office of Professional Assistance, NASSP, Dulles International 
Airport, P.O. Box 1 7430, Washington, D.C. 20041. 

Philip K. Piele • 
director 



MKRi r FAV PROGRAMS FOR SECONDARY SCHOOL ADMINISTRATORS, I972-I97S 



For ihf purposfs of (his rt'port, merit pay programs arc generally defined as those programs 
in which an administrator is paid in whole or in part on the basis oi his on-the-job performance. 
Kight basic types of programs were identified from responses to the survey. P'ive evaluation pro- 
cedures rr)r the determination of merit and three sources of merit increases were also identified 
from the responses. 

There were 60 responses, as follows: 16 respondents indicated no merit pay provisions, 7 
listed a salary schedule with no data on merit pay, 7 did not include enough data for analysis, and 
30 indicated merit programs of some sort. * 

EIGHT BASIC TYPES OF MERIT PAY PROGRAMS 
TABLE A: BREAKDOWN OF MERIT PAY PROGRAMS 







# 


% 


SALARY SCIIF.DULK WITH MKftiT INCRKMF.NT (PKRCKNTAGK BASIS) * 


8 


26.7 


SAI.AR Y SCIIKDULK WITH MKRIT INCRKMKNT 


6 


20.0 


SALARY SCIIKDULK WITH RATING FACTOR BASKD ON MERIT 


5 


16.7 


SALARY SCIIKDULK WITH MKRIT INCRKMKNT (POINT BASIS) 


3 


to.o 


SALARY SCIIKDULK WliH MKRIT CONSIDKRATION 




1 0.0 


POIN T SYSTKM SALARY WITH POINTS FOR MKRIT 


2 


6.7 


SALARY SCHKDULK WITH MKRI T MOVKMKNT 


1 


3.3 


MKRI T INCKKMKNl- (PKRCKNTA(.K BASIS) 




3.3' 


WORKINt; ON MKRIT PLAN 


1 


3.3 " 




TOTALS 


30 


100.0 



The most common merit pay provisions consist of a fixed salary schedule to which increments 
can be added for merit. Increments, or additions to the scheduled salaries, are of ihree types: 
( I ) a percentage of the base salary to be added to that base, (2) dollar amounts to be added to the 
base salary, or (3) dollar amounts assigned to point values determined by. performance evaluation, 
such dollar amounts to be added to the base salary, 

PROGRAM I: The most common merit pay program, reported by 26.7 percent of the scliool 
systems with merit pay provisions, is a salary schedule with a merit increment calculated as a 
percentage of the base salary. 

PROGRAM 2: The next most common program (20.0 percent) is a salary schedule with a merit 
increment most usually expressed as a dollar amount. 

PROGRAM 3: Another form of merit pay provision is a salary determined by multiplying a 
base salary by a rating factor based on merit (1 6.7 percent). 

ERLC 



IM<()(ikAM 1: S:,tl;try sclu duli-s willi iiuril liurcrnR-nls riilcnhiud on ;i pniiil h.isi.s :n cniini I'tii 
lO.i) [x-rrcru al iIr- vi \)(n'lr(\ na r'u ()ay prngrmns. 

PkOdRAM 5: Scvci jil school sysu nis {10.0 percent) indicate that merit is a considerai ion in Hie 
(lelcnninalion of salary, InU espouse no concrete program o( merit pay. 

PROGIluAM (): Point system salaries with points for merit are reported by G.7 percent oT (he 
systems with merit pay provisions. In a point system salary, points are assigned an administrator 
on the basis oT such considerations as experience, tenure, training, responsibility, and perlormanre. 
These points are either assigned dollar values or provide the basis Tor placement of the administ ra- 
le >r on a salary scale. 

PROGRX.VI 7'/ Movement through a salary schedule on the basis of merit is reported by 
percent oT the systems with merit pay provisions. 

PROCiRAM 8: Merit increments on a percentage basis, with no indication o\ salary schedule, are 
reported by 3.3 percent ol' the sample, 

EVALUATION PROCEDURES 

One of the most important considerations in using merit pay programs is evaluation. Who 
evaJuaics the adminisinjlor to determine his merit? Twenly-i'ivc descriptions of evaluation pro- 
cedures were prt)vided with the data submitted on merit pay programs. 



TABLE B: BREAKDOWN OF EVALUATION PROCEDURES 


# . 




K VALUATION INSTRUMKNT USKD 


13 




EVALUA TION I5Y IMMr.):>IATK SUPK RVISOR 


7 


~" 2<S.() 


KVALUATION liY SUI'KRIN TKNDKNT 


2 


8.0 


SKLI-IA'ALUATION 


o 


8.0 


KVALUATION BY SUPi- RINTKNOt- NT OR ASSISTANT SUIM-RINTK NDRNT 


_J 

25 


_4.0_ 


i TOTALS 


100.0 



The most common procedure idcniiried (52.0 percent) involves the use of evaluation devices, 
usually in the form of rating sheets. The administrator's immediate .supervisor evaluates perform- 
ance in 28,0 percent of the sample. The superintendent evaluates performance in 8.0 percent of 
I he sysiems reporting evaluation procedures. Self-evaluation accounts for 8.0 percent of the samjjle. 
Either the superintendent or the assistant superintendent evaluates the administrator in another 
4.0 j)ercent oi the sample. 

• RESPONSIBILITY FOR iMERlT INCREASES 
Twenty-two school systems reported data on the sources of recommendations for pay increases 
on tlic basis of merit: 



TAni.F. C: Ri;SI>{)i\SllJII.I'I Y l()R Ml-.RVl INCKEASKS 



MKurr iN(:i<KASK.s ui;(:ommi;ni)ki) uy suimikin'J kndknt 








MKki r INCKKASKS AIMM<6vKI) BY'scnOC)L BOARd" 








MKKiTINCKKASKS RKCOMMKNOKO BY IMMKDIATK SUFM- RVJSOK 




2 


9.1 




TOTALS 


~22 


1 ()().() 



In 59.1 percent of the sample, merit increases are reeommended by the superintendent. Sehool 
hoard approval of such increases is required by 31.8 percent of the sy.stem.s. An addili<jnal 9A 
percent of the sample require recommendation by the administrator's immediate supervisor lor 
merit increases. 



SYSTEM-BY-SYSTEM REPORT 

Table D lists the data system-by-systcm and includes individual data when provided (in 
pnrenthescs). Descriptions oC merit pay programs and evaluation procedures attempt to use (er- 
minolo|i>y as reported by each, school system. 
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rAHLH 1); MERrr PROVISIONS FOR ADMINISTRATORS 
INSTITUTION TYPK OF PAY PRO(U<AM 



AUl/.ONA 
I-lagstaff Public Schools 



coNNKcncur 

* Vernon Schools, Kockvillc 



IDAHO 

School District 91, Idaho I'alls 



ILLINOIS 
Board of Kducation, City of Chicago 



Salary Schedule w/Merit Movement 



K valuation by Immediate Supoi^visor 
Merit Increases R('c\ by Sitpcriiitrinwui 



Salary Schedule w/Merit Increment % 

(up to 7%) ■ 



Working on Merit Pay Plan 



Salary Schedule w/Merit Increment % 



*Srhool District 65, Kvanston 



IOWA 

Dubuque Community School District 



Mason City Communitv Schools 



KANS.\S 
Topcka l*ublic Schools 



miciik;an 

♦Ufica 



KVALUATJON AND RESPONSl HILITY 



Merit hicrcascs Rcc. by Suprrinf t'jiiii^it \ 
Merit Incrf ^a sex Appro v c d b y Schoai H oani ' 



No Data 



Salary Schedule w/Merit Increment Point 

(up to 1 15 points, S50/poini) 



Point System Salary w/Points for Merit 
(xip to 30 points, S/OO/pointj 



r*oint System Salary w/Points for Merit 



Salary Schedule w/Rating Tactor 



Salary Schedule w/Mcrit Consideration 



Lvaluation Instrument Used 

Evaluation by Immediate Supervisor 

Merit Increases Rcc. by Supcrintcndcnl 

Merit h\cr eases Approved by School Hoard 

Kvaluation Instrument Used 

M er it Increa se .v Rcc. b y Sup crin tendvut 



No Data 



Kvaluation Instrument Us(r(l 
Kvaluati on by Immediair Sup('ri'i.Sf)r 



Kvaluation Instrument Used 
Self-Kvaluation 



Kvaluation by Immediate Super vi.sor 
Merit Increases Re c. by SuperinUnidcnt 
Merit Increases Approved by Schoo l Hoard 



(continued) 



Sch ool District 279, Osseo 
S<:hc)6I District 834, StilJwater 



"^S'Wash. County Schools, Collage Crove 



MI.S,S(}UI<I 
*Clayton 



Salary Schedule w/Rating I'a ctor 



Salary Schedule vvvMcrit IncTement % 
(up to 5%) 



Salary Schedule w/Merit Increment % 

(27o to 7%) 



Columbia ]*ublic Schools 



Kj^rk wood School District R-7 



I'arkway School Districl, Chesterfield 



Nf.BkASKA 
(Jrand Island I'ubJic Schools 



NKW JKRSKY 
Hridgowatcr-karilan School District 



Salary Schedule w/Merit Increment 



Salary Schedule w/Rating factor 



Salary Schedule \v/Mcrit Consideration 



Kvalu:aion by Super in tc nde n l 



Merit Increases Rcc. by iDuuvd. Supervisor 
■ Increases Hvc. by Su prrhi / r ti tleu t 

I'.valuaUon by Immediate Supervisor 
Mvrit Increases Rcc. by Superi ntauhnt 



Merit Increases Rcc. by Superintendent 
Merit Increases Approved by School Hoard 



No Dala 



Salary Schedule^tv /Merit Increment 
($200 incremental units) 



Salary Schedule w/Merit Increment % 
'ttp to i07o) 



Merit Increases Rcc. by Superintendent 
^^^^^^-l^S2^£l£\PP]:£^J^^^ ^'-honl lUwrd 



N Valley Keg. U.S., Old Tappan 



Salary Schedule w/Meril Increment Point 
(up to 7 points, point irglue varies) 



-^**^^'Pi^J!jji'ggl!-^"^ v"Qti School System 
OHIO 

*Shaker Heights City School District 



PENNSYLVANIA 
Allcntown School District 



*CoatcsviIle Area School District 



Salary Schedule w/Merit Incremeni % 
'itp to S%) / 



Salary Schedule w/Rating Kac tor 



No Data 



Kvaluation Instrument Used 
F.yaluation by Immediate Sup c r v i s t> r 



Evaluation Instrument Used 
I'A-aluation by Sup crinjerrdcnr or Assis<ant 



Merii Increases Rec. by Superintendent 



Merit Increases Rcc. by S u per in I c n dt ^n f 



Salary Schedule w/Merit Consideration 



Kvaluation Instrument Used 

Merit Increases Rec. by S uper in t endeu i 



r 



Salary Schedule w/Merit Increment 



Salary Schedule w/Merit Increment l'oint 

'up to 30 points. SI 17/point to S3 400) 



Salary Schedule w/Rating Kactor 



\VAS!IlN(;rON 
Redmond U.S., School District 414 



WISCONSIN 
Applfton Public- Schools 



Sah^ry Schedule w/Merit Increment 
(S37r) to S900 stipe nds) 



Madison Public Schools 



Merrill Area Public Schools 



''^)(:onomowoc Public Schools 



CANADA 
ONTARIO 
^Metropolitan Joro n t o 



Salary Schedule vv/Merit Increment % 
(salary ranges, 2% io 6% increment} 



JCvaluation Insti-umenl Used 
Kvaluation l ^y Immediate Supervisor 



Kvaluation Instrument Usctl 



Kvaluation Instrument Used 
I'.valuation by Superintendent 
Self-l'.valuation 



Kvaluation Inst rumen I llsed 



Merit Increases Rec. by hnmed/Supn' 



Salary Schedule w/Merit Increment % 
up to 25%) 



Merit Increment % 

up to 5% for merit) 



Salary Schedule w/Merit Increment 
($100 increments) 



Salary Schedule w/Merjt Increment 



*Data supplied by National Education Association (NKA). 



Kvaluation Instrument Used 



Kvaluation Instrument Usctl 
M cril in f^^'c^^<^ ^^'^Pt]^{ ^'fd h y S c h o o I li n,i r d \ 



Merit Increases Rcc. by Superintendent 
, Merit Increases Approv ed by_Sch o tj t Hoai' ' 



No Data 



EXAMPLES OF MERIT PAY PROGRAMS 



The rollowing examples are provided lo clarify the types of programs identified in ihc tables: 

SALARY SCHEDULE WI IH MERIT INCREMENT (PERCENTAGE BASIS) 

Independent School District Number 834, Stillwater, Minnesota: 

**Up to 5% of an administrator's total calculated salary may be added for outstanding perform- 
ance in carrying out his total job responsibilities as well as his mutually agreed upon stated yearly 
objectives." 

SALARY SCHEDULE WITH MERIT INCREMENT 
Clayton, Missouri: 

**In cases of outstanding merit, an Administrator, upon the recommendation of th'e Superinten- 
dent and upon the favorable action of the School Board, may be awarded some form of merit 
increment. Merit increments may be utilized to exceed salary maximums as well as to accelerate 
movement through the salary schedule/' 

SALARY SCHEDULE WITH RATING FACTOR BASED ON MERIT 
Independent School District Number 279, Osseo, Minnesota: 
* * F ormul a Used for Administrative Salaries" 

Administrative salary = Teachers Responsibility Number of 

Daily Salary ^ 8c Rating Factor ^ Days Worked 

SALARY SCHEDULE WITH MERIT INCREMENT (POINT BASIS) 
Coatcsvillc Area School District, Pennsylvania: 

** Factor For mula Maximum D ollar Amoutit*' 

Performance $ 1 1 7/point above 70 on a 1 00 $3,400 

point evaluation device 

SALARY SCHEDULE WITH MERIT CONSIDERATION 
Utica, Michigan: 

'*An administrator may be granted salary increases , , . as recommended by the Superintendent 
of Schools. , . . The Superintendent of Schools may go beyond the salary schedule with the ap- 
proval of the Utica Board of Education." 

POIN r SYS l EM SALARY WITH POINTS FOR MERIT 

Dubuque Community School District, Dubuque, Iowa: 

'The system in summary revolves around administrators being allocated points for length of 
contract, position responsibility, experience, training and performance. The performance points 
are based upon goals and objectives with evaluation," 

SALARY SCHEDULE WITH MERIT MOVEMENT 
Flagstaff Public: Schools, Flagstaff, Arizona: 

. . movement of each individual within the salary ranges will be determined by an evaluation 
of performance and the recommendation of the Superintendent of Schools.*' 

MERIT INCREMENT (PERCENTAGE BASIS) 
Merrill Area Public Schools, Wisconsin: 

**A minimum 5.0% increase in salary was considered by all administrators as being 'minimum*. 

Merit increases could include another 5,0%, . . ,** 



